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Abstract

Title: Diving Deeper: Employee’s perceptions of diversity, leader behaviors, and inclusion
Author: Phylicia Fanetta Davlyn Richardson
Advisor: Gary Burns, Ph.D.

Understanding an employee’s perspectives of their organization, team and leader
has been researched extensively in the field. The same can be said for diversity,
equity, and inclusion. However there have been gaps in the literature when it comes
to an employee’s perception and how they can dictate their approach to their work
environment. Grounded in the theory of the effect leadership has on employees
(Jung & Welch, 2022; Randolph-Seng et al., 2016), this study examines vary leader
behaviors (inclusion, antiracism, allyship) and how they interact with perceptions
of inclusion and diversity. Using a survey, 211 participants answered measures
assessing their perceptions of leader behaviors, DE&I perceptions, and their
commitment/intentions toward their job. Although there were a few significant
results, future directions and limitations are discussed to enlighten potential
researchers/practitioners on different approaches and initiatives worth examining.
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Chapter 1: Introduction
Considering the current cultural climate of the United States, there are
numerous groups of people who have systematically been made to feel they do not
belong. The United States is currently in an inaccurately perceived post-racial
society. Contrary to popular beliefs, racism and prejudice are still prominent in the
United States (Jardina & Piston, 2021; Marshburn et al., 2021; Nguyen et al., 2021;
Ode et al., 2022; Rozado et al., 2021). As the world of social media continues to
expand, people have become more vocal about the transgressions they face daily.
There has been a surge of recordings of minorities being harassed/persecuted
because of their race (Solano & Robson, 2020). In the past years, the mere severity
and multitude of encounters have resurfaced and shed light on the systemic issues
that of which Black, Indigenous, and People of Color (BIPOC) did not have the
luxury of being ignorant. The murder of George Floyd and 163 Black people and
the increased hate crimes toward the Asian community in the first eight months of
the COVID-19 pandemic sparked further outrage in the United States (Cohen,
2020). These events sparked conversations, protests, and strides for change and
reopened the discussion on the prevalence of systemic racism and the importance of
Diversity, Equity, and Inclusion (DE&I) (Ferdman, 2020). It also ignited
conversations on the intersectionality of antiracism, allyship, and inclusion and the
type of research examining these concepts, especially in the workforce
(Atewologun & Sealy, 2011; Casad & Bryant, 2016; Cho et al., 2013; Church &
Rotolo, 2013; Downey et al., 2015; Gardner & Alanis, 2020).
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Leaders across companies have been turning to diversity and inclusion
initiatives to show support for their stakeholders who belong to marginalized
groups and to initiate greater equity in their workplace (e.g., DE&I training and
employee resource groups). Although some may use diversity and inclusion
interchangeably, there is a clear difference between them. Diversity can be defined
as the composition of differences among individuals conceptualizes diversity based
on characteristics (race/ethnicity, sexuality, gender, education) (Brimhall & Mor
Barak, 2018). This term often refers to variability within a team or organization.
Inclusion is how a person feels accepted and valued for their unique contributions
and has a sense of belonging (Brimhall & Mor Barak, 2018). Inclusion is attainable
when people of all identities can be their most authentic selves while also
contributing to their organization wholeheartedly (Brimhall & Mor Barak, 2018;
Ferdman, 2014). One aspect of work that has recently been on the rise is the
concept of inclusion. Inclusion research is vital because work remains constant in a
person’s constantly changing life, so it is only fair for an employee to feel they
belong (Martins, 2020). Inclusion is also important in maintaining diversity within
the workplace. Effective inclusion of diverse members is essential for proper talent
management (Shore et al., 2018).
Although there have been significant strides to advance the treatment of
racio-ethnic employees at work, there has been a significant lack of research within
the field of Industrial-Organizational Psychology on perceptions of inclusion and
how a leader’s behavior may impact that perception. The research conducted thus
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far on minorities and how they interact with leadership is limited. Within the
limited amount undertaken, there was no push to use the novel data to build
theories on the importance of social context (Ospina & Foldy, 2009). Instead, the
data collected were treated as singular cases and not considered valid enough to
showcase the impact of a leader’s behavior on their minority employees (Ospina &
Foldy, 2009). The active exclusion of data because the sample was more
ethnic/racial diverse limits the opportunity for theories examining the nuances of
being a minority in the workplace. Therefore, this study aims to center the
underrepresented population in this discussion, primarily because initiatives usually
aim to improve their experience. More specifically, this study will help fill this gap
by focusing on the perceptions of racio-ethnic minorities, as an understudied, yet
critical, population in this domain. Along these lines, the demographic similarity
between leaders and followers and within workgroups will be examined to
determine whether these factors impact perceptions of inclusion. For instance, if an
individual works in an organization where there is a limited number of minorities,
they may gravitate toward those who experience exclusion to the extent (other
minorities), yet these factors have not been explored in this context. Understanding
factors such as team diversity or leader-follower racial similarity will impact a
minority employee's perception of their workplace and elevate how we approach
DE&I initiatives.
In addition to demographic make-up, examining the impact of specific
leader behaviors that contribute to experienced inclusion is important for
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understanding how to influence inclusion in the workplace (Nembhard &
Edmondson, 2006). Leaders play a crucial role in experienced inclusion since
employees base their perceptions on how they feel and what they witness from
leadership (Randel et al., 2018). Therefore, this study will examine the impact of
several perceived leader behaviors that may impact perceptions of inclusion.
Specifically, this study examines inclusive, allyship, and anti-racist leader
behaviors, which have yet to be explored in this context. Further, we seek to
explore whether these behaviors influence the relationship between leader and
workgroup demographics on perceived inclusion. Finally, we extend current
research showing the benefits of inclusion on workplace outcomes by examining if
these leadership behaviors indirectly impact several important outcomes through
perceived inclusion. For instance, employees likely look to their leaders to set the
tone for inclusion as leaders often serve as role models (Shore & Chung, 2021) and
convey what is rewarded and supported in the workplace (Salancik & Pfeffer,
1978).
Ultimately, because there are limited studies on the impact perceived
inclusive behaviors leaders can have on their team and how the context of race and
leadership intersect (Ospina & Foldy, 2009). However, this research is essential for
the future of DE&I; establishing leader behaviors and leader/workgroup
characteristics that influence employee experienced inclusion will provide further
context on how to train, select and promote leaders as well as help fill an important
gap in the DE&I literature.
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Chapter 2: Literature Review
Diversity and Inclusion
With companies becoming more ethnically and culturally diverse,
practitioners and researchers have started aligning theory and practice to reflect
today's world. The concept of diversity and inclusion has grown significantly
throughout the years. Diversity became a talking point in the United States
workforce when women joined the workforce for the first time (Garg & Sangwan,
2021). However, it was not until the 1990s that the term diversity gained further
traction, expanding beyond its limited implications (e.g., women and leadership;
intergroup relation; or stereotyping) (Roberson et al., 2017). The interdisciplinary
nature of diversity requires a deeper understanding of the historical events which
influence it, which is why there are “privacy implications” and “methodological
constraints” (Cucina et al., 2013). Therefore, diversity has been divided into
multiple dimensions: ethnicity and race, culture, gender, age, disability, and sexual
orientation (Theodorakopoulos & Budhwar, 2015). The surge in ethnicity and race
diversity was due to the passing of the Equality and Civil Rights act in the United
States and Europe; discrimination diversity in the field focused on functions such
as recruitment, training, and selection (Theodorakopoulos & Budhwar, 2015).
Demographic diversity developed further because of the U.S. Equal Employment
Opportunity laws and the Hudson Report, which predicted that the number of
women, immigrants, and people of color would overtake white men in the
workforce and make them the numerical minority (Roberson et al., 2017).
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Diversity heavily relies on the definition used when examining it since it
usually varies on the researcher's needs since they shape how diversity is expected
to be perceived in the literature. For example, diversity can be defined based on the
characteristics of groups to demographic differences among members, or it could
be defined in terms of observable and non-observable characteristics (Brimhall &
Mor Barak, 2018; Ferdman, 2014; Milliken & Martins, 1996; Timmerman, 2000).
The main point that must be included in the definition of diversity is the inclusion
of others based on variations of characteristics such as age, gender, race, and
personality (Hebl & Avery, 2013). Diversity in the workplace is defined as the
cumulation of multiple identity groups and how they bring, represent, and keep
their culture in an organization or workgroup (Ferdman, 2014). Diversity, since the
beginning, has been approached as more of a theory because it is the people of
different identity groups who provide a variety of perspectives and approaches to
the world. The defining theories that have guided diversity research are social
identity, self-categorization stigma, stereotype content, and social role theory (Hebl
& Avery, 2013). Although things seem to be developing, it is hard to think of the
theory without the means of practice.
Inclusion research has increased and expanded after diversity became a
focal point. Although diversity and inclusion are sometimes used interchangeably,
there is a clear difference. What makes inclusion a separate entity is that inclusion
depends on a person’s feelings. Inclusion is based on a sense of belonging and if
people feel valued for their unique characteristics so they can share their most
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authentic selves (Brimhall & Mor Barak, 2018; Ferdman, 2014). Since diversity is
seen more like a theory, it is appropriate to refer to inclusion as a practice to ensure
diversity is fully successful (Ferdman, 2014). This distinction can be seen in
research, Nishii’s (2013) model of inclusion, which has been used to examine the
integration of difference, fair treatment, and inclusive behavior in decision making
(Merlini et al., 2019). Inclusion through this model highlights the benefits of
diversity and highlights people who have been excluded. The growing literature on
inclusion climate results supports that employees experience an equitable work
environment because effective diversity management is an attribute of an inclusive
environment (Brimhall & Mor Barak, 2018; Martins, 2020). These terms all work
hand in hand to define the issues going on in society and provide a channel in
which change can happen to enhance the theory of diversity through the practice of
inclusion.
Diversity in Organizations
Research within the workplace diversity may focus on gender, age,
disability, sexual orientation, cultural/national origin, or race/ethnicity (Shore et al.,
2009). There has been a lack of intersectionality in the diversity research being
conducted, which is problematic because this leaves out essential nuances of being
a part of multiple marginalized groups (Cho et al., 2013). The term intersectionality
was coined in 1989 by Kimberlé Crenshaw; understood research cannot ask a
participant to respond by discussing only one aspect of themselves when they rely
on the information, they learned being a part of multiple groups (Cho et al.,
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2013). For example, the concept of facing discrimination as a member of two or
more historically marginalized (e.g., Black women, Berdahl & Moore, 2006).
Understanding these distinctions and the merit was not actively used or considered
when examining diversity in the workplace.
Diversity research within organizations has slowly begun to focus on work
teams or how managing and utilizing an increasingly diverse workforce could
benefit an organization (Shore & Chung, 2021). As diversity research started to
focus specifically on the impact of diversity in workgroups, it presented itself as a
double-edged sword because it can either be an excellent opportunity or an
enormous challenge (Milliken & Martins, 1996). Therefore, the emergence of the
two opposing views on diversity, the optimistic and the pessimistic perspectives
(Milliken & Martins, 1996). The optimistic perspective praising the benefits of
diversity in team studies has shown an increase in group performance due to the
accessibility of broader resources and different perspectives (Shore et al., 2009).
Another advantage is that the studies found that ethnically diverse teams were
better at making decisions than homogenous teams (Hoffman, 1959). In addition,
this perspective promotes an integrated work environment where productivity
would not be hindered in a diverse setting (Shore et al., 2009). However, the
pessimistic outlook found that an increase in diversity negatively affected social
communication integration and led to more conflict within the team (e.g., social
integration and communication, Williams & O’Reilly III, 1998). This conflict can
be seen in the ethnic/racial diversity results indicating that White people had lower
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work attitudes when in minority groups while being different from others in a
workgroup regarding race does not affect the work attitudes of minorities (Shore et
al., 2009).
Although scholars have spent a significant amount of time studying
diversity, it has always been reactive. This stance has historical and current merit as
prejudice still prevails in society (Shore et al., 2009). Although the reactive
approach does not seem to have yielded positive results for individuals or
organizations, reactive studies do have the potential to show how these approaches
can be instrumental to organizations and push researchers to take a more proactive
approach. Understanding the issues within organizations allows for more proactive
diversity, equity, and inclusion (DE&I) initiatives essential for leaders and
organizations. In recent years, what was once considered a low hum has progressed
to a blaring alarm (Ferdman, 2020). The term equity was introduced to the growing
research of diversity and inclusion. Equity is different from inclusion because it
looks at the outcomes of diversity at the organizational level, therefore,
understanding how diversity should be addressed (Bernstein et al., 2020).
Embracing diversity within organizations and ensuring employees respect
their co-workers sparked the ever-growing concept of educating employees through
DE&I initiatives and programs. The type of training may vary depending on the
diversity dimension of focus for the organization. Encouraging allyship is one of
the newer initiatives introduced to combat the oppression faced by the lesbian, gay,
bisexual, and transgender (LGBT+) community (Gardner & Alanis, 2020). Another
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theory focuses on initiatives based on generative interactions because as diversity
increases, deeper social connections and understanding will help facilitate a more
inclusive and equitable workplace (Bernstein et al., 2020). Implementing
withstanding initiatives relies heavily on leadership. It has already been
acknowledged, especially in demographic literature, that diversity enhances
performance when managed effectively (Martins, 2020). Therefore, leadership
plays an important role in how receptive employees are to diversity within the
organization.
Leadership and Diversity
The history of research looking at leadership and diversity the studies have,
implies that the topics are often seen as separate entities that have little to no impact
on each other. This previous disconnect has been the catalyst for more in-depth
research on diverse teams and leaders, primarily focusing on how groups respond
to being led from a homogenous (white) perspective. The previous research usually
emphasized the group/team demographics instead of how the leader’s demography
may influence them (Homan et al., 2020). If they did focus on the demography of
the leader, it usually discussed the discrimination they faced. Eagly and Chin's
(2010) study indicated an inherent expectation that women or members of racial
and ethnic minority groups should be more constrained when they lead.
Alternatively, Chung-Herrera and Lankau’s (2005) study findings indicated that
even if racial and ethnic minority managers had the positive qualities associated
with leading, they were still categorized as lower than the prototype manager on
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competency-based attributes. This continues in the literature, focusing on the
pessimistic perspective of literature on the exclusion and discrimination minorities
face as leaders. However, the perception of this literature has been perceived as a
special case instead of a source that dives deeper into the nuances of leadership and
the web of institutional inequities (Ospina & Foldy, 2009).
With the surge of diversity and organizations expressing the importance,
there has been a new wave of leadership research within the field. Scientists and
practitioners started to focus on how to train leaders to embrace diversity and be the
catalyst for inclusivity. Kearney and Gebert’s (2009) study suggest that leaders
who implement transformational leadership with their employees can potentially
tap into the benefits of informational and demographic team diversity. This
happens when leaders acknowledge the diversity of their team and actively seek
and encourage dialogue and information sharing. Homan and colleagues (2020)
proposed the Leading Diversity model (LeaD), a functional diversity leadership
concept. The model highlights which competencies leaders should implement to
harvest the potential value of diversity within their team to achieve preferential
outcomes (Homan et al., 2020).
These studies indicate that the pendulum of research is slowly becoming
more proactive to the issue of discrimination. Leveraging both new and old
leadership models to ensure diversity, equity, and inclusion. While also maintaining
reactive initiatives that have already been introduced. Although both concepts have
come a long way and have impacted each other, we still do not know much about
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the relationship between leadership and diversity. Through that unknown territory,
it would be beneficial for research on diversity and leadership to analyze whether
leader behaviors influence employee perceptions related to DE&I.
Therefore, more research needs to be conducted to determine the significance of
inclusive behavior on the perceptions of the racio-ethnic population.
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Chapter 3: Current Research
The purpose of this study is to further the understanding of the impact of
perceived leadership behaviors on employee perceptions of inclusion, specifically
focusing on the experiences of racio-ethnic minorities. The term racio-ethnic
minority in this context refers to Black/African American, American Indian/Alaska
Native, Asian, Native Hawaiian/Pacific Islander, and Hispanic/Latinx people. The
term racio-ethnic minority acknowledges the intersectionality between race and
ethnicity and its role in employee perspective (Atewologun & Sealy, 2011).
Therefore ‘racio-ethnic’ acknowledges the implications of distinctions asked of
participants when they disclose their racial demography.
Brimhall and colleagues (2017) found support for the notion that improving
interactions between leaders and employees have positive effects on workplace
inclusion; they did not address which factors may play a role in those interactions.
This suggests that other factors such as racio-ethnicity matching, leader behaviors,
and demography of workgroups may affect the perception of inclusion. As minority
employees navigate the workplace, they rely on their leaders' perception to
determine who is an ally. Randel and colleagues (2018) theoretical framework on
the conceptualization of inclusive leadership provided a basis for this study since
their study aimed to further understand how leaders can increase diverse work
group effectiveness. The role of these factors has been expressed in anecdotal
stories from employees who have expressed emotions of exclusion because they
felt their leader, team, or organization did not understand nor respect their authentic
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selves. Through content interviews at a small southeastern college with a minority,
there seemed to be a connection between the demography of the team and feelings
of belongingness. Jung and Welch (2022) study found that perceptions of
inclusions have been influenced by the demographic characteristics of an
individual’s professional network, which indicates that not only the leader but the
demographic makeup of their teams or organization may influence their experience.
So, there is merit in studying how employees associate their perceptions of
diversity and inclusion may provide deeper insight into the role leaders have in
shaping them. The first three hypotheses focus on the relationship between racioethnic differences in the team, leader’s behaviors, and perceptions of inclusion.
Hypothesis 1: There will be a significant effect on perceived inclusion if the
leader's ethnicity matches the employee's ethnicity.
Hypothesis 2:
2a) Team's diverse demographic makeup will be associated with
increased perceptions of employee inclusion, such that greater team
diversity will relate to greater perceptions of inclusion.
2b) The perceived diversity of their team will be associated with
increased perceptions of employee inclusion.
The weight leaders hold as diversity managers have been addressed and
acknowledged throughout the literature (Homan et al., 2020). The different ways
leaders impact diversity management from supporting organizational culture,
sharpening their competencies (e.g., emotional/cultural intelligence), or enhancing
their style (e.g., transformational leadership (Hayes, 2013; Homan et al., 2020;
Kearney & Gebert, 2009). One aspect of leadership has hardly been addressed in
terms of how it plays a role in diversity and inclusion management is a leader's
behavior. If the research did acknowledge leadership behavior, it was in relation to
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style or competency, and it was never a focal point (Boekhorst, 2015; Homan et al.,
2020). The leadership behaviors that will be examined are inclusion, anti-racism,
and allyship. These behaviors are often cited in popular press (Marshburn et al.,
2021; Ode et al., 2022; Rozado et al., 2021; Theodorakopoulos & Budhwar, 2015)
and research (Chen & Tang, 2018; Cheng et al., 2018; Gooden, 2012) as being
central to employee perceptions of inclusion.
In addition, behaviors a leader may demonstrate that help employees feel
included are allyship, antiracism, and inclusion. As previously mentioned, leader
behaviors described as inclusive in the literature are expected to impact experienced inclusion.

Further, the inclusive leader behaviors specificized by Randel et al. are expected to
be particularly useful to this end. In addition to inclusive leadership behaviors
focusing on supporting group members and pro-diversity, allyship and antiracism
may be important for leaders to engage in to foster perceptions of employee
inclusion. Literature focusing on allyship is deeply rooted in research centering
mainly on the LGBT+ community (Jones et al., 2014). Jones and colleagues (2014)
found that these were the key components of being an ally:
“(a) knowledge about the experiences and history of … groups, (b)
awareness of the experiences of … groups, (c) skills and confidence to
assist … persons if they are in need, and (d) engaging in social action
efforts to promote change.”.
Being inclusive relies on a deeper understanding of behaviors that
discourages exclusion. Research examining antiracism has indicated that if the
leader is at the forefront of incorporating such actions and dedicates resources by
15

committing to the cause, there are positive long-term effects for members of
discriminated groups (Hassen et al., 2021). Thus, this study will examine whether
there is a relationship between perceptions of these leader behaviors and employee
experienced inclusion.
Hypothesis 3: A leader’s inclusive, allyship, and antiracist behaviors will
be positively related to perceptions of inclusion.
The preceding hypotheses focused on the main effects of the racio-ethnic
differences and leader’s behaviors. However, it is also essential to understand how
these variables interact. It may be that leaders’ behaviors influence the relationship
between racio-ethnic differences and perceptions of inclusion. Randolph-Seng and
colleagues (2016) found an effect between leader-member exchange attributes (i.e.,
professional respect, affect, loyalty) with cross-race and minority dyads compared
to dyads where both members were in the racial majority. This indicates that other
behaviors or attributes are affected when the leader and member's racio-ethnicity do
not match. Therefore, it would be useful to see if the addition of these positive
behaviors will impact perceptions of inclusion when there is dissimilarity between
the employee and their leader. For example, if a leader is engaging in a high level
of inclusive behaviors, then perhaps racio-ethnic differences will no longer matter
for employee perceptions of inclusion. Hence hypothesis four examines the
relationship between leader behaviors, diversity, racio-ethnic matching, and
feelings of inclusion.
Hypothesis 4: The leader’s behavior (inclusive behavior, allyship behavior,
and antiracist behavior) moderates the relationship between diversity and
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feelings of inclusion such that there will be a weaker relationship when
leaders engage in more targeted behaviors.
Finally, we know that perceptions of inclusion are related to a variety of
important work outcomes, such as positive attitudes (Chen & Tang, 2018; ChungHerrera & Lankau, 2005; Downey et al., 2015; Findler et al., 2007), engaging
behaviors (Boekhorst, 2015; Brimhall & Mor Barak, 2018; Findler et al., 2007),
and withdrawal behaviors (Canham & Maier, 2020; Elçi et al., 2012). In the current
study, I wanted to expand my results to examine the impact of inclusion on
commitment, organizational citizenship behaviors (OCBs), and turnover intent. If a
leader’s behaviors impact racio-ethnic minorities' perceptions of inclusion, then
these behaviors should also have an indirect effect on these important outcomes.
Hypothesis 5: Perceived inclusion will mediate the relationship between a
leader’s behavior (inclusive, allyship, and antiracist) and employees’
commitment, OCBs, and turnover intent.

Perceived
inclusion
Leader’s behavior
(Inclusive,
allyship, and
antiracist)

Employees’
commitment,
OCBs, and
turnover intent

Figure 1 Hypothesis 5 Mediation model
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Chapter 4: Methods and Measures
Procedure
The survey was administered through Amazon Mechanical Turk (M*Turk),
and the target population for this study was ethnic/racial minorities. The initial
screening will require participants to disclose their race/ethnicity to ensure only
minorities fill out the survey. There was a code to ensure those who may be biracial
were still included in the survey. The participant has disclosed if they are a part of
any of the following racio-ethnic groups: Black/African American, American
Indian/Alaska Native, Asian, Native Hawaiian/Pacific Islander, or Hispanic/Latinx.
The purpose of stopping one group from participating is to further understand
minority employees' perceptions and center them in the discussion. They are the
population that deals with microaggressions, discrimination, and exclusion.
Therefore, understanding their responses to the measures will provide a clearer
understanding of whether there is a link between inclusion and antiracist behavior.
This is the only restriction placed in the study for participants. Participants have
dedicated at least 25-30 minutes to a survey. The survey will also include a section
so participants can also provide anecdotal perspectives on their workplace
experiences or their leader's behavior.
Sample
The final sample consisted of 211 M*Turk participants. 44.5% of the
participants ranged between 25-34 years old (32.7% 35-44, 10.4% 45-54, 5.7% 1824, 6.6% 55 and older). 51.2% identified as men (46.4% women, 1.4% transgender,
1.8% non-binary or other), 66.4% identified as heterosexual (24.2% bisexual, 6.2%
homosexual, 1.4% asexual, 1.8% prefer not to say or other). 57.8% identified as
Black/African American (24.2% Asian, 16.1% Hispanic/Latinx, 4.7% American
Indian/Alaska Native, 0.9% Native Hawaiian/Pacific Islander). During the survey's
race/ethnicity disclosure section, participants were given the option to select all that
apply; therefore, 12.3% of the sample have disclosed they are mixed with white.
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Measures
The measures examined inclusive leadership, allyship, anti-racism
behavioral inventory, workgroup inclusion, supervisor inclusion, organizational
citizenship behavior individual/organizational, affective commitment, turnover, and
perceived diversity. They answered demographic questions of their leaders such as
age, ethnicity, sexuality, and gender. They also described the team's demographics,
such as gender, ethnicity, and sexuality. They also assessed the level of similarity
within their team based on gender and race. Appendix A showcases the order and
sequence the survey was in when presented to the participant. In all cases, high
scores indicate higher levels of the construct (i.e., more inclusive leadership, more
perceived diversity, increased turnover intentions).
Inclusive leadership. Inclusive leadership behavior will be measured using Merlini
et al. (2019). Scale items (15) were rated from never (1) to always (5), and the
measure consisted of statements such as “My leader effectively models supportive
behavior to group members.” and “My leader discusses the importance of seeing
issues from different points of view.”. This measure demonstrated high internal
reliability for the current survey measure (α = .96).
Allyship. The Ally identity measure is a behavior dimension adapted from Jones et
al. (2014) to focus on the LGBT and include a work context. Since the focus shifted
to all marginalized groups, the participants were to remember the frame of context
(e.g., women, ethnic minorities, LGBTQ+ individuals, religious groups, etc.). The
items (6) are rated from strongly disagree (1) to strongly agree (5), and the measure
consisted of statements such as “My leader takes a public stand in my workplace on
important issues facing people in marginalized groups.” and “My leader increases
their knowledge about marginalized groups.”. This measure demonstrated high
internal reliability (α = .94).
Anti-racism behavioral inventory (ARBI). The anti-racism behavioral inventory
(ARBI) measure by Pieterse et al. (2016) uses the Individual Advocacy dimension
modified to account for the workplace. The items (9) were rated from strongly
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disagree (1) to strongly agree (5), and the measure consisted of statements such as
“My leader interrupts racist conversations and jokes when they occur in my
workplace.” and “My leader actively seeks out opportunities to learn about the
experience of racism.”. This measure demonstrated high internal reliability for the
current survey measure (α = .91).
Organizational citizenship behavior (OCBI-O). To measure the individual (8) and
organization (8) level organizational citizenship behaviors (Lee and Allen, 2002),
the items were rated from strongly disagree (1) to strongly agree (5). The measure
consisted of statements such as “Give up time to help others who have work or
nonwork problems. (I)” and “Defend the organization when other employees
criticize it. (O)”. This measure demonstrated high internal reliability for the current
survey measure (α = .96).
Affective commitment. Affective commitment will be measured utilizing Rhoades
et al. (2001); the items (6) were rated from strongly disagree (1) to strongly agree
(5), and the measure consisted of statements such as “I feel a strong sense of
belonging to my organization.” and “I would be happy to work at my organization
until I retire.”. This measure demonstrated high internal reliability for the current
survey measure (α = .94).
Turnover. The survey also measured turnover utilizing a modernized version of
Kelloway et al. (1999); the items (4) were rated from strongly disagree (1) to
strongly agree (5), and the measure consisted of statements such as “I often think
about quitting.” and “I often think of changing my job.”. This measure
demonstrated high internal reliability for the current survey measure (α = .88).
Perceived diversity. It was measured using a combination of Subjective diversity
(van Dick et al., 2008) and Perceived racial dissimilarity (Cunningham et al.,
2008); the items (2) were rated from entirely similar to completely dissimilar, and
the measure consisted of statements such as “How similar or different are members
of your group with respect to their racial background?” and “How similar or
different are members of your group with respect to their gender?”.
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Objective diversity. Blau’s index equation was used to determine the proportion of
diversity within the quantified workgroup. The formula is 1 - ∑\limits_{i = 1}^k
{p_i^2 }, where p_i represents the proportion of group members in i category and k
denotes the number of categories for an attribute of interest (Blau, 1977).
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Chapter 5: Analyses
The analysis method for hypothesis one was an independent-samples t-test
to compare the perceived inclusion between leader and employee racio-ethnic
matches. The analysis method for hypotheses two a and b was a correlation
analysis to determine if a diverse demographic makeup affects their group's
perception of inclusion and diversity. The method of analysis for hypothesis three
was a correlation to determine the leader’s inclusive, allyship, and antiracist
behaviors and whether they will be positively related to perceptions of inclusion.
The analysis method for hypothesis four was a hierarchical multiple regression to
determine the effect of the leader’s behavior (inclusive behavior, allyship behavior,
and antiracist behavior) and its effects on the relationship between diversity and
feelings. Lastly, the analysis method for hypothesis five is mediation through
PROCESS model 4. The analysis was conducted to determine if there is an indirect
effect between the leader’s behavior, employees’ OCB, and inclusion (Hayes,
2013).
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Chapter 6: Results
Descriptive statistics and correlations between all study variables are
presented in Table 1. Results are divided into four sections. The first examines
racio-ethnic demographics on perceptions of inclusion. The second examines the
impact of a leader's behaviors on perceptions of inclusion. The third examines the
moderation of these relationships by leader behavior. The fourth examines the
indirect effect of a leader's behavior on outcomes through perceptions of inclusion.
Racio-Ethnic Demographic Effects on Perceptions of Inclusion
An independent-samples t-test was performed to compare the mean
perceived inclusion between leader and employee racio-ethnic match. Results from
207 participants (118 no match, 89 match) showed that employees whose racialethnicity did not match their leader (M = 2.67, SD = 1.09) were not significantly
different from employees who did match (M = 2.78, SD = 1.15) on their perception
of inclusion, t (205) = -.69, p = .968, with the difference to have a 95% CI [-.42,
.20]. The difference presents a small-sized effect, Cohen’s d = .19. The hypothesis
that there will be a significant effect on perceived inclusion if the leader's ethnicity
matches the employee's ethnicity was not supported.
A correlation was run to determine the relationship between the employee’s
team's diverse demographic makeup and perceptions of inclusion. The employee’s
team's diverse demographic makeup (M = .52, SD = .24) was significantly
correlated with the perceptions of inclusion as seen in Table 1, (M = 5.28, SD =
1.11), r = .21, p = .003, supporting Hypothesis 2a. Another correlation was run to
examine the relationship between an employee's perception of inclusion and
perceived diversity. The employees perceived diversity (M = 3.87, SD = 1.98) was
not significantly correlated with their perceptions of inclusion of their team as seen
in Table 1, r = .05, p = .51; hypothesis 2b was not supported.
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Leader's Behaviors Effects on Perceptions of Inclusion
A correlation was run to determine the relationship between the examined
leader's behaviors and the employee’s perception of inclusion. The inclusive
leadership (M = 3.62, SD = .91) r = .45, p <.01, allyship (M = 3.84, SD = .86) r =
.42, p <.01, and antiracist behaviors (M = 3.45, SD = .93) r = .40, p <.01, were all
significantly correlated with perceptions of inclusion (M = 5.28, SD = 1.11).
Therefore hypothesis 3, leader’s inclusive, allyship, and antiracist behaviors will be
positively related to perceptions of inclusion, was supported as seen in Table 1.
Then a multiple regression was conducted to examine if leaders’ inclusive, allyship,
and antiracist behaviors predict perceptions of inclusion. When all three predictors
were included, inclusive leadership behavior significantly predicted perceptions of
inclusion, b = 0.368, p = .006. However, allyship behaviors, b = 0.215, p = .148
and anti-racist behaviors did not significantly predict perceptions of inclusion, b =
0.033, p = .818. Together the series of predictors explained a significant amount of
the variance in perceptions of inclusion, R2 = .22, F (3, 203) = 19.06, p < .001. This
indicates that these combined predictors predicted 22% of the variance in
perceptions of inclusion.
Moderating Effects of Leader Behavior
The results discussed below are split by leader behavior (inclusive
leadership, antiracist, and allyship) and presented in Tables 2, 3, and 4.
Inclusive Leadership Behavior
A hierarchical regression analysis was conducted to examine the
moderating effects of inclusive leadership behavior on the relationship between
diversity, perceived similarity, racio-ethnic match, and feelings of inclusion. The
interaction between inclusive leadership behavior (M = 3.62, SD = .91) and
diversity (M = .52, SD = .24) was not significant, b = .08, p =.794. The interaction
between inclusive leadership behavior and perceived similarity (M = 3.87, SD =
1.98) was not significant, b = .02, p = .661. Lastly, the interaction between
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inclusive leadership behavior and the racio-ethnic matching (M = .44, SD = .50)
was not significant, b = - .26, p = .095. Results are presented in Table 2. Therefore,
this is evidence that the moderating behavior inclusive leader did not significantly
predict there would be a weaker relationship when leaders engage in more targeted
behaviors.
Allyship Behavior
A hierarchical multiple regression analysis was conducted to examine the
moderating effects of allyship behavior on the relationship between diversity,
perceived similarity, racio-ethnic match, and feelings of inclusion. The interaction
between allyship behavior (M = 3.84, SD = .86) and diversity was not significant b
= .29, p = .362. The interaction between allyship behavior and perceived similarity
was not significant, b = .07, p = .097. However, the interaction between allyship
behavior and the racio-ethnic matching in predicting the relationship when leaders
engage in more targeted behaviors was significant, b = -.37, p = .025, (ΔR2 = .20,
ΔF (3, 203) = 17.32, p < .001). Results are presented in Table 3 and Figure 2.
Therefore, this is evidence that the moderating behavior allyship did not
significantly predict there would be a weaker relationship when leaders engage in
more targeted behaviors. However, it was significant in predicting there would be a
weaker relationship between racio-ethnic matching and perceived inclusion. Which
indicated that allyship behavior moderates the relationship between racio-ethnic
matching and feelings of inclusion such that there is a weaker relationship when
leaders engage in more targeted behaviors.
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Figure 2 Interaction between Allyship and Ethno-Racial Match on Perceived Inclusion

Anti-racist Behavior
A hierarchical multiple regression analysis was conducted to examine the
moderating effects of anti-racist leadership behavior on the relationship between
diversity, perceived similarity, racio-ethnic match, and feelings of inclusion. The
interaction between anti-racist behavior (M = 3.45, SD = .93) and diversity) was not
significant, b =-.36, p =.303. The interaction between anti-racist behavior and
perceived similarity was insignificant, b =.01, p =.728. Lastly, the interaction
between anti-racist and the racio-ethnic matching in predicting there will be a
relationship when leaders engage in more targeted behaviors was not significant, b
= -.29, p = .067. Results are presented in Table 4. Overall, hypothesis four was not
fully supported. The statistically significant interaction of allyship behaviors
moderating the relationship between feelings of inclusion and racio-ethnic matches
indicated that the inclusion weakened the relationship. Hence hypothesis four is
only partially supported.
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Indirect Effects of Leader Behavior on Organizational Outcomes
The results discussed below are split by leader behavior (inclusive
leadership, antiracist, and allyship) and presented in Tables 5, 6, and 7.
Inclusive Leadership Behavior
To investigate the level of inclusion effect on the relationship between
inclusive leadership behavior and employees’ affective commitment, OCBs, and
turnover intent, three mediation analysis was performed using the PROCESS model
4. The first mediation’s outcome variable for analysis was affective commitment.
The predictor variable for the analysis was inclusive leadership behavior. The
mediator variable for the analysis was perceived inclusion. The indirect effect of
inclusive leadership behavior on affective commitment was statistically significant,
indirect effect = .14, SE = .07, 95% CI [.04,.30]. The second mediation outcome
variable for analysis was OCB. The predictor variable for the analysis was
inclusive leadership behavior. The mediator variable for the analysis was perceived
inclusion. The indirect effect of inclusive leadership behavior on OCB was not
statistically significant, indirect effect = .07, SE = .06, 95% CI [-.02,.21]. The third
outcome variable for analysis was turnover intent. The predictor variable for the
analysis was inclusive leadership behavior. The mediator variable for the analysis
was perceived inclusion. The indirect effect of inclusive leadership behavior on
turnover intent was statistically significant indirect effect = -.25, SE = .09, 95%CI [.47, -.10]. Results are presented in Table 5. Overall, perceptions of inclusion
provided an indirect effect of a leader's behavior on affective commitment and
turnover intention.
Allyship Behavior
To investigate the level of inclusion effect on the relationship between
allyship behavior and employees’ affective commitment, OCBs, and turnover
intent, three mediation analysis was performed using the PROCESS model 4. The
first mediation’s outcome variable for analysis was affective commitment. The
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predictor variable for the analysis was allyship behavior. The mediator variable for
the analysis was perceived inclusion. The indirect effect of allyship behavior on
affective commitment was statistically significant indirect effect = .18, SE = .08,
95% CI [.06,.38]. The second outcome variable for analysis was OCB. The
predictor variable for the analysis was allyship behavior. The mediator variable for
the analysis was perceived inclusion. The indirect effect of allyship behavior on
OCB was statistically significant indirect effect = .13, SE = .07, 95% CI [.03,.30].
The third outcome variable for analysis was turnover intent. The predictor variable
for the analysis was allyship behavior. The mediator variable for the analysis was
perceived inclusion. The indirect effect of allyship behavior on turnover intent was
statistically significant indirect effect = -.25, SE = .09, 95% CI [-.45, -.10]. Results
are presented in Table 6. Overall, perceptions of inclusion provided an indirect
effect of a leader's behavior on affective commitment, turnover intention, and OCB.
Anti-racist Behavior
To investigate the level of inclusion effect on the relationship between antiracist behavior and employees’ affective commitment, OCBs, and turnover intent,
three mediation analysis was performed using the PROCESS model 4. The first
mediation’s outcome variable for analysis was affective commitment. The predictor
variable for the analysis was anti-racist behavior. The mediator variable for the
analysis was perceived inclusion. The indirect effect of anti-racist behavior on
affective commitment was statistically significant indirect effect = .15, SE = .07,
95% CI [.05,.31]. The second outcome variable for analysis was OCB. The
predictor variable for the analysis was anti-racist behavior. The mediator variable
for the analysis was perceived inclusion. The indirect effect of anti-racist behavior
on OCB was statistically significant indirect effect = .11, SE = .06, 95% CI
[.02,.25]. The third outcome variable for analysis was turnover intent. The predictor
variable for the analysis was anti-racist behavior. The mediator variable for the
analysis was perceived inclusion. The indirect effect of anti-racist behavior on
turnover intent was statistically significant indirect effect = -.25, SE = .08, 95% CI
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[-.42, -.12]. Results are presented in Table 7. Overall, perceptions of inclusion
provided an indirect effect of a leader's behavior on affective commitment, turnover
intention, and OCB.
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Chapter 7: Discussion
The goal of this study was to further the conversation on diversity and the
lack of leadership models focusing on inclusion from an anti-racist, allyship, and
supportive stance. However, there has been evidence of how leaders impact their
employees through organizational culture, leadership style, or training (Hayes,
2013; Homan et al., 2020; Kearney & Gebert, 2009). Hoffman’s (1959) study
indicated that teams with non-homogenous personalities were statistically better at
problem solving in comparison to homogeneous teams. Their study examined only
the personalities while this study examines the role ethnic diversity may play on the
perceptions of employees. This combination of ethic-racial matching and the role it
plays on leaders’ behaviors is novel. This merely touches the surface of the role
one’s demographics standing may affect their perception. The present study
findings supported the proposed notion of a relationship between leaders’ inclusive,
allyship, antiracist behaviors, and perceptions of inclusion. This finding further
supports the study that examined perceptions of inclusion and how the individual's
professional network influences them both in and outside of their organization
(Jung & Welch, 2022). Although there was already initial support for this finding,
it does add to the literature by acknowledging some of the specific behavior leaders
engage in that influence these perceptions of inclusion.
However, although there is a significant relationship here, the same could
not be said with the proposed notion that their feelings of inclusion would be higher
by having similar racio-ethnicity as their leader. Randolph-Seng and colleagues’
(2016) second study had similar results; they also found that their dimensions of
LMX and the racio-ethnic match insignificant. The results support the relationship
between the employee’s team's diverse demographic makeup and their perceptions
of inclusion. There is significance in being in a team where the employee is not the
only minority. Tokenism has always been an issue for the sole individual in a role
and being the sole racio-ethnic minority in your team is no exception. For example,
Yoder and colleagues (1996) found that African-American women did not benefit
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from tokenism; they experienced worse social relations, less supportive colleagues,
and higher stress compared to their white counterparts. The finding in this study
expresses the need for diversity within a team to ensure these isolating effects do
not become consistent. Although perceptions of diversity are an issue within
themselves, there was a significant relationship between perceived diversity and
inclusion. It is important to note that the perceived diversity of their team was
indicated by racial background similarity, which could be affected by the
knowledge available to the participant.
The results did not indicate any significant moderating effects of a leader’s
behavior (inclusive behavior, allyship behavior, and antiracist behavior) on the
relationship between diversity, perceived similarity, racio-ethnic match, and
feelings of inclusion. This suggests that the value of diversity in making people feel
included is not suppressed by having an inclusive leader. Conversely, this also
indicates that inclusive behavior is positively related to perceptions of inclusion
regardless of team demographics. However, there was only one exception, the
relationship between allyship behavior which statistically moderated the
relationship between racio-ethnic matches and feelings of inclusion. This indicates
that the racial match was less strongly related to perceived inclusion when leaders
were engaging in high levels of allyship behaviors.
The most exciting finding would be that inclusive leadership, allyship, and
anti-racist behavior are indirectly related to affective commitment and turnover.
However, the only time OCBs did not have an indirect was when predicting the
effectiveness of inclusive leadership and its impact on perceived inclusion. This is
interesting because these results emphasize the importance of these inclusive
behaviors since they indirectly lead to more OCBs and employees' affective
commitment.
Limitations
In addition to the sample size being limited there are some other sampling
limitations since restrictions were put in place to ensure the aim of the study was
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met through the sampling. In the first wave participants that selected white were
ineligible to participate; however, after the first wave of data collection the
restrictions were adjusted so those who disclosed they were biracial/ multirace (if
they selected any ethinic minority and White) were included in the sample. This
change was enforced after the first fifty participants were collected. The following
150 happened in two waves to ensure the change was effective and did not eject
individuals who selected multiple races. Since the sampling was conducted from
M*Turk there are some limits to how work group inclusion is interpreted or how
their boss effectives the way they perceive their place of work. Further research
may benefit from conducting this survey in diverse corporations where you can see
the whole team’s reaction and compare them to see deeper ramifications.
Additionally, this type of cross-sectional data does not allow for us to make causal
statements and are limited to discussing the relations between variables.
Another addition that would benefit this study could be a proper qualitative
component by providing deeper insight and nuance to the questions posed. Due to
the survey and quantitative nature of the study, it is difficult to discern why there is
a significant indirect effect and if there is a correlation between a leader's behaviors
and the employee’s perception of inclusion. Since only 22% of variance in
inclusion perceptions were explained when the three behaviors were combined, this
leaves many unanswered questions.
It is important to note that since the participant was solely responsible for
indicating the race, gender, and sexual orientation of their leader and team, this
relies heavily on their perceptions of these individuals or disclosed information. It
is hard for us to determine the accuracy of the information; it is essential to
remember that this could potentially skew the results. This where social desirability
bias could be limiting the response options, since the participants may be
responding to questions related to their leader and work team in a more favorable
light (Grimm, 2010).
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Future Direction
This research study provides theoretical and practical considerations for
organizations dealing with “DEI issues.” Although this current study provides some
insight into the indirect effect of these inclusive leader behaviors, future research
could be done by examining the other indirect effects leaders have on racio-ethnic
minority employees. Also, further research on how a team’s demographic
influences the perceptions of inclusion would be the next best step. Considering
this finding, employers can look more into how ethnic minorities feel on the team
and see if there are more issues with those on less diverse teams. The results are a
good starting point for developing a leadership model focusing on inclusive
leadership from this lens. Since inclusive leadership can sometimes be subjective,
further research on how employees associate their leader with their belongingness
will help develop a model. There is also the question of is there a need for a new
model. Current leadership models have these same effects for racio-ethnic minority
employees (Brimhall et al., 2017; Homan et al., 2020; Kearney & Gebert, 2009;
Randolph-Seng et al., 2016).
One of the helpful directions this study could influence is training
objectives for leaders with a diverse team. The results provide insight into how
racio-ethnic minority members perceive their work environment and how it may
shape their behavior and feelings towards the organization. The results of
hypothesis 5 show the potential an inclusive leader has in impacting the level of
OCBs conducted at work. So, although the results do not support the notion that
inclusion is higher if the leader's ethnicity is the same, there is merit in further
research looking at similarity and dissimilarity. Another direction applied research
should take into consideration are the interventions implemented to change a
leader's behavior, as this would provide strong casual evidence that such
interventions would benefit employees.
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Conclusion
This study attempted to address employees’ perceptions of diversity, leader
behaviors, and inclusion by examining the relationship between inclusive
leadership, allyship, anti-racism behaviors, and perceptions of inclusion and
diversity. This study found evidence that partially supports some hypotheses and
quite a few limitations. This study's recommendations for future research and
potential applications encourage further academic and professional endeavors to
examine the potential for an encompassing inclusive leadership model.
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Table 1

Means, standard deviations, and correlations
Variable

M

SD

1

2

1. Lead_I

3.62

0.91

2. Lead_A

3.84

0.86

.77**

3. Lead_AR

3.45

0.93

.79**

.81**

4. Blau

0.52

0.24

.28**

.22**

.30**

5. R_Match

0.44

0.50

.01

.04

.06

.06

6.race_perceived

3.87

1.98

.06

.02

.06

.29**

-.11

7. P_Inc

5.28

1.11

.45**

.42**

.40**

.21**

-.05

.05

8. AC

4.93

1.55

.59**

.51**

.56**

.33**

.12

.02

.41**

9. OCB

5.69

1.55

.66**

.55**

.59**

.25**

.13

.02

.37**

.78**

10. TI

4.41

1.52

-.19**

.05

.27**

-.06

-.35**

-.27**

-.17*

3

-.08

4

5

6

7

8

9

-.15*

Note. M and SD are used to represent mean and standard deviation, respectively. * Indicates p < .05. ** indicates p < .01.
Lead_I= Leader inclusive Behavior; Lead_A= Leader allyship behavior; Leader_AR= Leader antiracist behavior;
P_Inc=perceived inclusion; R_Match= Racio/Ethnic Match; A.C.=Affective Commitment; OCB= Organizational Citizenship
Behavior; T.I.=Turnover Intent.
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Table 2

Results of Moderated Regression Analysis Predicting Perceptions of Inclusion
Variable

B

SE

A. Inclusive

.49**

.16

B. Blau

.09

1.19

AxB

.08

.31

A. Inclusive

.49**

.16

B. R perceived

-.05

.14

AxB

.02

.04

A. Inclusive

.10***

.10

B. R match

.82

.57

-.26

.15

AxB

ΔR2

R2
.213

.207

.220

Note. N = 207. * p < .05, ** p < .01, *** p < .001. All regression coefficients
and R2 are from the final step. R_Match= Racio/Ethnic Match. R perceived =
perceived diversity.
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Table 3

Results of Moderated Regression Analysis Predicting Perceptions of
Inclusion
Variable
A. Anti-racist

B

SE

.63***

.19

B. Blau

1.66

1.22

AxB

-.36

.35

A. Anti-racist
B. R perceived

.43**

.17

-.04

.14

AxB

.01

.04

A. Anti-racist

.60***

.50

B. R match

.84

.37

-.29

.16

AxB

ΔR2

R2
.176

.164

.182

Note. N = 207. * p < .05, ** p < .01, *** p < .001. All regression
coefficients and R2 are from the final step. R_Match= Racio/Ethnic Match.
R perceived = perceived diversity.
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Table 4

Results of Moderated Regression Analysis Predicting Perceptions of Inclusion
Variable
A. Allyship
B. Blau

B

SE

.39*

.19

-.58

1.27

AxB

.29

.32

A. Allyship

.31

.16

-.25

.17

AxB

.07

.04

A. Allyship

.70***

.10

B. R perceived

ΔR2

B. R match

1.29*

.65

AxB

-.37*

.16

R2
.196

.192

.02*

.204*

Note. N = 207. * p < .05, ** p < .01, *** p < .001. All regression coefficients
and R2 are from the final step. R_Match= Racio/Ethnic Match. R perceived =
perceived diversity.
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Table 5

Results of Mediation Regression Analysis Predicting Indirect Effects of Inclusive Leadership
Behaviors
Indirect Effect

SE

Lower CI

Upper CI

Proportion
Mediated

A.C.

.14*

.07

.04

.30

.14

OCB

.07

.06

-.02

.21

.06

T.I.

-.25*

.09

-.47

-.10

-.78

Variable

Note. N = 206. All indirect effects are looking at perceived inclusion. A.C.=Affective
Commitment; OCB= Organizational Citizenship Behavior; T.I.=Turnover Intent. *p < .05.
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Table 6

Results of Mediation Regression Analysis Predicting Indirect Effects of Allyship Behavior
Proportion
Mediated

Variable

Indirect Effect

SE

Lower CI

Upper CI

A.C.

.18*

.08

.06

.38

.20

OCB

.13*

.07

.03

.30

.13

T.I.

-.25*

.09

-.45

-.10

.86

Note. N = 206. All indirect effects are looking at perceived inclusion. A.C.=Affective
Commitment; OCB= Organizational Citizenship Behavior; T.I.=Turnover Intent. *p < .05.
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Table 7

Results of Mediation Regression Analysis Predicting Indirect Effects of Anti-racist Behaviors
Indirect Effect

SE

Lower CI

Upper CI

Proportion
Mediated

A.C.

.15*

.07

.05

.31

.16

OCB

.11*

.06

.02

.25

.11

T.I.

-.25*

.08

-.42

-.12

1.93

Variable

Note. N = 206. All indirect effects are looking at perceived inclusion. A.C.=Affective
Commitment; OCB= Organizational Citizenship Behavior; T.I.=Turnover Intent. *p < .05.
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Appendix A
Inclusive Leadership Survey (administered through Qualtrics)
Participant Demographics
Age
Marital Status
Ethnicity
Gender identity
Sexual orientation
Employee type (full-time/part-time/gig-worker)
Job title
Highest level of education
Inclusive leadership scale (Merlini et al., 2019)
My leader/supervisor
1. routinely checks in with group members to ensure that they have the
support they need.
2. encourages group members to approach him/her for help when needed.
3. effectively models supportive behavior to group members.
4. takes step to ensure group members are treating each other fairly.
5. takes action to correct instances of injustice that affect members of the
group.
6. upholds ground rules for respectful behavior among group members.
7. asks group members to participate when making major decisions.
8. consults group members regarding decisions related to their work.
9. seeks group members’ input before making decisions.
10. discusses the importance of seeing issues from different point of views.
11. encourages group members to contribute ideas based on their unique
experiences.
12. shows a willingness to learn from others who differ from
him/herself/themself.
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13. helps group members overcome barriers to providing their unique input.
14. removes obstacles that prevent individual group members from being able
to fully contribute.
15. seeks input from members who are less likely to voice opinions.
Ally identity measure (this is just the behavior dimension adapted from Jones et al.
2014 to broaden from LGBT and to include work context – the full scale is in our
drive)
1. My leader engages in efforts at work to promote more widespread
acceptance of people in marginalized groups.
2. My leader takes a public stand in my workplace on important issues facing
people in marginalized groups.
3. My leader increases their knowledge about marginalized groups.
4. When my leader sees discrimination against a person or people in a
marginalized group occur in my workplace, they actively work to confront
it.
5. My leader regularly engages in conversations with people in marginalized
groups.
6. My leader is open to learning about the experiences of people in
marginalized groups from someone who identifies as a person in a
marginalized group.
Anti-Racism Behavioral Inventory ARBI- Individual Advocacy dimension (mods for
workplace), Pieterse et al. (2016).
1. When my leader hears people telling racist jokes and using negative racial
stereotypes, they usually confront them.
2. My leader actively seeks to understand how they participate in both
intentional and unintentional racism.
3. My leader actively seeks out opportunities to learn about the experience of
racism.
4. My leader interrupts racist conversations and jokes when they hear
coworkers talking that way.
5. My leader has challenged acts of racism that were witnessed in my
workplace.
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6. My leader makes it a point to learn about the experience of historically
oppressed groups.
7. My leader often speaks to my coworkers about the problem of racism and
what we can do about it.
8. My leader does not like to talk about racism in public.
9. My leader interrupts racist conversations and jokes when they occur in my
workplace.
Supervisor demographics
Approximate Age
Ethnicity
Knowledge of gender identity
Knowledge of sexual orientation
Work group demographics:
Size
Ethnicities
Approximate Ages
Knowledge of gender identities
Knowledge of sexual orientation
Perceived Diversity
How similar or different are members of your group with respect to their
gender?
How similar or different are members of your group with respect to their
racial background?
Have any members of your work group identified themselves as LGBTQ+?
Work group inclusion (Chung et al., 2020)

1. I am treated as a valued member of my work group. (B)
2. I belong in my work group. (B)
3. I am connected to my work group. (B)
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4. I believe that my work group is where I am meant to be. (B)
5. I feel that people really care about me in my work group. (B)
6. I can bring aspects of myself to this work group that others in the group
don’t have in common with me. (U)
7. People in my work group listen to me even when my views are dissimilar.
(U)
8. While at work, I am comfortable expressing opinions that diverge from my
group. (U)
9. I can share a perspective on work issues that is different from my group
members. (U)
10. When my group’s perspective becomes too narrow, I am able to bring up a
new point of view. (U)

Supervisor inclusion – Mor Barak & Cherin (1998)
1. I'm provided feedback by my current leader/supervisor.
2. I don't have access to training I need.
3. I have all the materials I need to do my job.
4. I rarely receive input from my current leader/supervisor.
OCBI Items Lee and Allen 2002
1. Help others who have been absent.
2. Willingly give your time to help others who have work-related problems.
3. Adjust your work schedule to accommodate other employees’ requests for
time off.
4. Go out of the way to make newer employees feel welcome in the work
group.
5. Show genuine concern and courtesy toward coworkers, even under the
most trying business or personal situations.
6. Give up time to help others who have work or nonwork problems.
7. Assist others with their duties.
8. Share personal property with others to help their work.
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OCBO Items Lee and Allen 2002
1. Attend functions that are not required but that help the organizational
image.
2. Keep up with developments in the organization.
3. Defend the organization when other employees criticize it.
4. Show pride when representing the organization in public.
5. Offer ideas to improve the functioning of the organization.
6. Express loyalty toward the organization.
7. Take action to protect the organization from potential problems.
8. Demonstrate concern about the image of the organization.

Affective Commitment Rhodes et al 2001
1. I feel a strong sense of belonging to my organization.
2. I feel personally attached to my work organization.
3. I am proud to tell others I work at my organization.
4. Working at my organization has a great deal of personal meaning to me.
5. I would be happy to work at my organization until I retire.
6. I really feel that problems faced by my organization are also my problems.

Turnover Intent Kelloway, Gottlieb, and Barham’s (1999)
1. I often think about quitting.
2. It is likely that I will actively look for a new job next year.
3. I will probably look for a new job in the next year.
4. I often think of changing my job.

Qual Ques:
Please use this comment field to indicate any additional information you’d like us to
know about your workplace experiences or your leader behavior.
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